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Abstract 
Understanding employee readiness for organisational change is important since readiness is an attitude that must be considered as 
a predictor of actual employee behaviours and as indicator of the future success of an organisation. The aim of this paper is to 
study the connections between the factors of readiness to change - attitudes towards changes and organisational learning in the 
Turkish hotels. Empirical study indicated that scales of personal satisfaction and knowledge about change predict almost half of 
organisational learning in Turkish hotel industry. Managers, people with permanent contracts and respondents with certain 
professional interest feel more satisfied and better informed about changes and assessed scale of learning higher. Female 
respondents had better knowledge about changes. 
Keywords: organisational change, readiness for change, attitudes towards changes, organisational learning, Turkey, hotel industry; 
1. Introduction 
Success of changes is connected to organisational learning (Alas and Sharifi 2002; 
Hurst, 1995). The ability to adapt to change is enhanced through learning organisation what is considered as the 
antithesis of the traditional bureaucratic organisation (Driver, 2002). Previous research in the hotel industry show 
that human resource management is typically held to be informal, instrumental, and associated with poor 
employment relations (Wilton, 2006). The aim of this paper is to study the connections between the factors of 
readiness to change- attitudes towards changes and organisational learning in the Turkish hotels.  
2. Theoretical framework 
2.1. Institutional development in Turkey 
From 1930 to 1980 the newly founded Republic pursued westernisation policies based on the principles of 
modernisation, secularism and nationalism (Kabasakal and Bodur, 2002). Subsequent to the 1980s, structural 
reforms in the liberalisation process were carried out, thus reducing state intervention. Integration into the conditions 
of the global economy was achieved by radical liberalisation policies in the domestic economy (Aky
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2004). Integration into the European and common market was appreciated by industrialists (Pamuk, 2007). This had 
impact on Turkish organisations. 
2.2. Attitudes towards organisational changes  
Understanding employee readiness for organisational change is important since it is an attitude that must be 
attitudes into actual behaviours is influenced by many factors. Employee readiness has been viewed as the core 
factor in determining work behaviours and organisational interactions (Alas and Sun, 2009; Silverman, 1968). In 
closely r
cognitions about change, affective reactions to change, and behavioural tendency towards change (Dunham et al, 
1995). Understanding how individuals perceive the possible outcomes of a change in the organisation may help 
managers to make better techniques to cope with the resistance related to change (Alas et al, 2012; Alas and Gao 
2012) mployee involvement, participation or 
support in the organisational change context that includes restructuring, downsizing, self-empowered teams, 
automation and some other change examples in organisations. Job and social influences were researched on the way 
continuation and freezing phases. Toremen (2002) found that the lack of personnel needed for change, insufficient 
feedback and resistance to change are observed as the most important obstacles to organisational change. 
2.3. Organisational learning  
Both the research and theory on management admit that improving the adapting skills of an organisation largely 
that unless people change their thinking and 
interactions, the organisation cannot change or learn on its own. The barriers to learning in the change process in 
areas mentioned above have their roots in the culture and structure of the organisation: focusing on fragmentation 
rather than systems, emphasising competition over collaboration, and tending to be reactive rather than proactive 
(Salaman and Butler, 1999). Studies in Turkey have found a strong relationship between organisational culture and 
organisa
found that different tools are used for increasing individual learning, for example making dialogue with colleagues, 
giving training and rewarding and organising team-working orientation events. Atak and Erturgut's (2010) findings 
showed that high level of organisational commitment and especially emotional commitment in the initial 
employment is needed to become a learning organisation. 
 
3. Empirical study 
3.1. The sample and the scales 
5000 hotel employees from 40 hotels with three and four stars, which make up the major touristic vacancy in 
Turkey, were included in the study. Hotels were chosen from various destinations on all over Turkey. 
Approximately 3500 personnel got the survey forms but 1560 of them accepted to participate to the study. 1267 
forms remained valid after extracting forms that have unreasonable ratio of missing values.  
Altogether 1, 267 subjects (694 men and 386 women, 187 participants did not indicate their gender) participated 
in the survey in hotel industry. For subsequent analyses, the respondents were divided into two classes: the so-called 
technical workers (n = 747) and executives (n = 334). 
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For assessing the attitudes towards changes the authors used a questionnaire designed on the basis of statements 
about satisfaction with leadership, with the job itself and with previous changes (Alas and Vadi, 2004). The entire 
questionnaire contains 15 items on a 5-point scale. A principal component analysis of the 15 items followed by a 
varimax rotation was performed for the sample. Two factors in Table 1 contained at least items with substantial and 
unique loadings. The two factors were focused on the following themes  personal satisfaction with organisation 
(six items), and knowledge about changes (three items). The obtained factor structure accounting for 76.68 % of the 
total variance. 
 
Table 1. The results of factor analysis of attitudes toward change 
 
 Component 
1 2 
How satisfied are you with the top managers of your company? ,81 ,16 
Have the general objectives and development plans of your organisation been explained? ,80 ,16 
How necessary in your opinion are the changes in the organisation? ,76 ,12 
How actively does your management solve company problems? ,70 ,23 
Do you believe that the planned reforms influence the performance of the organisation 
positively? 
,68 ,16 
Do you trust the management and think that their decisions are the best for the 
organisation? 
,65 ,19 
Do you have enough information about the reasons, content and objectives of the 
changes? 
,19 ,74 
How satisfied are you with your present position in this organisation? ,17 ,74 
Will your work conditions be improved after the changes? ,14 ,73 
 
earning abilities the authors used the measure developed by Alas and Sharifi (2002). 
Authors let respondents evaluate 20 indicators of organisational learning on a 10-point scale. Information about 
learning formed one factor and its reliability was high (Cronbach alpha .97) and this indicates that there is quite a 
homogenous understanding about learning process across the entire sample. Thus, the integrated indicator called 
 
 
3.2 The results 
 
Both scales of attitudes differentiate organisational members having different positions (Table 2). The values for 
personal satisfaction scales were M= 3.84, SD= 0.96 and M= 3.52, SD=1.02 for managers and workers, 
respectively. The scale called knowledge about changes has the same tendency and the values of scales were M= 
3.83, SD=1.00, M= 3. 51 SD= 1.08, respectively for managers and workers. Respondents who have permanent 
contract assessed the scales of personal satisfaction (M= 3.80, SD= 0.95) and knowledge about changes (M= 3.73, 
SD= 1.02) higher than those who have temporary work relationship and the assessment scales was (personal 
satisfaction, M= 3.40, SD= 1.05, knowledge about changes M= 3.46, SD= 1.10). Respondents who declared that 
they have professional interest also assessed both scales higher (M= 3.70, SD= 0.99, M= 3.68, SD= 1.03, 
respectively for personal satisfaction and knowledge about change), while people without professional interest 
showed results M= 3.07, SD= 1.03 and M= 3.14, SD= 1.18 for the same scales. According to gender the difference 
exists between males and females for the scale knowledge about changes and it was higher assessed by female 
respondents.  
Learning scale was similarly assessed by males and by females, while there was not statistically significant 
differences respect with disposition for learning along the generic characteristic, while social characteristics provide 
venue for the differences. Namely, managers assessed it higher (M= 7.20, SD= 1.96) than workers (M= 6.73, SD= 
2.16), respondents with professional interest (M= 6.98, SD=2.08) higher than those who did not respond positively 
on that (M= 6.22, SD= 2.21). The type of contract also differentiated the responses and people having permanent 
contract (M= 7.06, SD= 2.11) considered it more important than those who had temporary contract (M= 6.65, SD= 
2.10). 
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Table 2. The assessment of attitudes and learning 
 
Attitude 
 
Characteristics 
Personal satisfaction  
(A1) 
Knowledge about change  
(A2) 
Learning 
 M           SD N M           SD N M         SD N 
GENDER                        males 
females 
3,59       1,04 
3,68       0,97 
690 
383 
3,54       1.10 
3,74       0,97 
693 
383 
6,79      2,12 
7,03      2,10 
687 
379 
POSITION                  manager 
worker 
3,84        0,96 
3,52        1,02 
329 
745 
3,83       1,00 
3,51       1,08 
332 
745 
7,20        1,96 
6,73        2,16 
328 
738 
CONTRACT           permanent 
temporary 
3,80        0,95 
3,40        1,05 
593 
481 
3,73        1,02 
3,46        1,10 
598 
479 
7,06        2,11 
6,65        2,10 
591 
475 
PROFESSIONAL INTEREST 
declared professional interest 
have no professional interest 
 
3,70        0,99 
3,07        1,03 
 
926 
148 
 
3,68        1,03 
3,15        1,18 
 
930 
147 
 
6,98        2,08 
6,22        2,21 
 
918 
148 
 
3.2. Relationships between organisational learning and attitudes towards change  
This study aims to analyse whether organisational learning is related to the attitudes towards organisational 
change. Both attitudes are correlated with the scale of learning: personal satisfaction (r = .61) and knowledge about 
changes (r = .64). These are strong relationships and we can confirm that many people of our sample feel that 
attitudes towards change and learning are related to each other. If organisations want to increase organisational 
learning, they have to work out positive attitudes towards change and vice versa.  
Our sample gives possibility to analyse how some socio-demographic characteristics may influence this 
relationship. Professional interest plays important role when scales of learning and attitudes were seen from the 
general point. Gender is not the important factor of those relationships, while professional interest forms quite a 
similar picture or pattern for males and females. Even more, the professional interest provides similar patterns of 
relationships for the people having permanent or temporary contract. Linear Regression attitudes (independent 
variables) predict 48.8% of assessment of learning indicator (dependent variable). 
 
4. Conclusions 
Empirical study in Turkish hotel industry indicated that personal satisfaction and knowledge about change predict 
almost half of organisational learning. Managers, people with permanent contracts and respondents with certain 
professional interest feel more satisfied and better informed about changes and assessed learning higher. According 
to socio-demographic characteristics female respondents had better knowledge about changes.  
The comparison the results with the previous findings gives possibility to understand the situation in Turkey. For 
example,  in UK fragmented ownership within the sector, largely unpredictable product markets, traditionally weak 
social and legal regulation of employment, an under-emphasis on training and an over-reliance on part-time, young 
and transient employees are considered the reasons leading to generally poor employment practices and outcomes in 
the sector (Wilton, 2006). In Turkey the authors found some similarities. Therefore the implications are following. 
d learning, Turkish 
hotel managers should focus on applications that increase the overall satisfaction of the employees to support the 
changes in organisations and sustaining organisational learning. The employment rate fluctuations between high and 
low tourism seasons should be minimized by promotions that keep the room sales to a reasonable level in low 
seasons by obtaining long term employment in temporary tourism sector. Moreover, the employment conditions at 
work place such as social security, salaries, lodging and dining facilities should be ameliorated and the workload 
should be decreased to affordable intervals in peak times. 
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Secondly, as the existence of a robust organisational culture supports managers' learning tendency, hotel 
managers should create an organisational culture by aiming to have an institutional identity. Besides, valuing the 
ideas given by workers, sharing the mission and vision of the organisation by workers will ease the organisational 
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